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Abstract 
Employees’ turnover commonly associated with employees’ dissatisfaction. Apparently, employees’ turnover is significant with 
employees’ attitude and behavior. Demotivation will lead lower productivity, stress and conflict in workplace. Dissatisfied 
employees might decide to quit, voice out emotion or feeling, remain loyal or neglect the issue. Therefore, it is important to 
develop and ensure employees’ job satisfaction to benefit individual and organization. The purpose of this study was to identify 
the reliability, validity and normality of the item measurement in determining the factors of job satisfaction. Factor analysis using 
principal component with varimax was conducted and the result identified four (4) factors known as benefit, co-workers’ support, 
managerial support and work condition with support to the career development. 179 questionnaires were distributed to nurses 
employed at private healthcare hospitals in Malaysia. Most of the respondent responsed to the survey and agreed with the four (4) 
factors as the main elements that influenced them to retain and commit to their employers. Findings from the study are significant 
to organizations with the provision of precise and valid factors influencing employeess’ job satisfaction. This way companies are 
able to work on factors to enhance employees’ job satisfaction and increase employees’ motivation. 
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1. Introduction 
The workplace issues have been critically discussed, especially with regards to employees’ turnover.   
Employees’ turnover is crucial in today’s challenging organization performance. The real challenge is in the 
capability of organization in managing the valuable resources such as cost, time, human capital and organization 
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performance. Turnover can be defined as employees’ engagement with a certain position in a company, then leave 
the position after a certain period of time, or termination of employee’s and employer’s relationship (Mobley, 1977).  
    Employee turnover can be voluntary and involuntary. Voluntary turnover is defined as employees’ intentional 
leaving the organization with reasons, such as dissatisfaction with regards to salary, benefit, or work environment. 
While involuntary turnover is when employee who do not want to leave the organization, but due to certain forces 
has to voluntary leave the organization. The causes can be derived from organization influences that force employees 
to leave the organization, such as being fired or given compensation to leave (Yanga, Wanb & Fu, 2012). Statistics 
from the United States indicated the turnover rate is more 15.6% (Jones et. al., 2008). The findings revealed that the 
real caused for employees turnover of healthcare employee were due to poor human capital management in the 
health sector, such as poor salary scheme. In addition, employees also were dissatisfied at workplace and these 
issues influenced their attitude and behavior to exit, be loyal, voice grievances or neglect the issues all together. 
However, there are cases employees at all level exited because they were asked to resign, terminated, or lost their 
employment involuntarily.  
In Malaysia, healthcare organizations are under the Ministry of Health (MOH) and nursing personnel are a large 
portion of the health care workforce. Approximately, two-third of Malaysian nurses are working with government 
and they are encouraged to work full time. However, the turnover rate of nurses in Malaysia had increased more than 
50% from the year 2005 to the year 2010 (Malaysia Nursing Board, 2010). Moreover, Malaysia also faces the 
migration of nurses with an attrition rate of 400 per year. This resulted in challenge to Malaysia as it faces the deficit 
of 7, 000 nurses per year, and it is estimated that a total of 70, 000 nurses are required by the year 2020 (Malaysia 
Nursing Board, 2010). 
2. Literature Review 
2.1. Issues and Challenging 
Turnover is the ratio of employees of an organization who left within a particular period of time with the average 
number of employees in that organization during the same period of time (Price, 1977). While, Mobley (1977) 
mentioned that turnover is employees’ engagement of certain position who may leave the position and breach the 
relationship between employer and employees. In contrast, Currivan (1999) argued that turnover is a behaviour 
which describes the process of leaving or replacing employees in an organization.  
Turnover may be voluntary or involuntary decision by employees. There is willingness and intention to leave or 
an employee is being forced to leave the organization. According to Noe et. al. (2006) voluntary turnover occurs 
when employees leave an organization at their own discretion or interest. The intention of employees to leave the 
organization due to influence by several factors. Similarly, Egan, Yang and Bartlett (2004) defines voluntary 
turnover as an instant or quick reflect and decision of employees to leave the organization. Meanwhile, involuntary 
turnover is discharge which decision made by employers to terminate the relationship between employer and 
employee. In addition, Allen, Shore and Griffeth (2003) agreed that involuntary does not only about the discharge or 
employee termination, it is also includes employees’ retirement, death and dismissal. While Bratton and Gold (2003) 
added that involuntary is also due to cost cuts, restructuring and downsizing of organization. Most of the studies 
conducted are within the discussions of employees’ turnover factors with its causes and consequences(Arokiasamy, 
2013); (Fildago & Gouveia, 2012).  
Employees turnover are influenced by many factors. There are many perceptions and views, also rational reasons 
that lead to employees’ decision to leave an organization. Most of the studies agreed that job satisfaction is the main 
reason why employees leave the organization. In previous literatures, most of the scholars believe that job 
satisfaction is related to resignations (Mobley, 1977);(Porter & Steers, 1973); (Price & Mueller, 1986); (Steers & 
Mowday, 1981).  
In contrast, other studies Spencer and Steers (1981) discovered that there is a strong negative relationship 
between job satisfaction and turnover.  Mowday, Porter and Steers (1982) also uncovered that job satisfaction is 
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consistently and negatively associated with turnover. Recent studies, (Duraisingam, Pidd & Roche, 2009);(Lee & 
Rwigema, 2007) also concluded there is a negative relationship between job satisfaction and employees’ turnover.  
2.2. Cost of Employees’ Turnover 
When employees feel dissatisfied at their workplaces, these feeling will be reflected in each individual behaviour, 
and will result in less committed to their works, and in turn will lead them to turnover from the organization 
physically or mentally. While Tracey and Hinkin (2008) refer, employees’ turnover rates are driven by employees’ 
dissatisfaction to the job environment which resulted in the reduction of their contribution to their job (Lok & 
Crawford, 2004). Many studies have been conducted to analyse the consequences which probably have caused 
employees in deciding to quit. This includes the evaluation of work environments which leads to the intention of 
seeking other job opportunities (Lee, 1988). Often, turnover costs affect organizations (Tracey & Hinkin, 2008); 
(Connolly & Connolly, 1991). Employees’ turnover may directly or indirectly affect organizations’ costs and 
performances. Past researchers agreed that employees’ turnover cause negative effect on operating performances of 
organizations (Dalton & Todor, 1979); (Bluedorn, 1979), these include high cost to organization. When an 
employee leaves their organization, their replacement will be required. Therefore organizations are required to 
recruit and train new employees effectively (Fildago & Gouveia, 2012).  Time allocation necessitated management 
in organization to reschedule and plan for new series of training for employees’ development. Consequently, 
employees’ turnover will waste the time taken to recruit, train and generally administrate (Rondeau & Wagar, 
2006);(Katcher & Snyder, 2007). 
Employees’ turnover significantly incurred direct cost in terms of recruiting, poor production practices and 
reduced standards as well as high replacement and training costs (Rondeau & Wagar, 2006). In contrast to indirect 
costs effect lowered productivity and competiveness of the growth and success of organization (Abdullah et. al., 
2007). At this point, according to Ciavenato (2001), cost that incurred from employee turnover can be divided into 
three levels, such as primary, secondary and tertiary. Primary cost is defined as minor cost that effects the 
organization such as recruitment and selection cost, integration and separation cost that still less burden to 
organization. While, secondary cost is the cost with high risk to organization. The risk such as, production effects, 
staff attitude, extra labor cost and extra operating cost. Finally, tertiary costs represent the major effect and high risk 
to organization, such as extra investment costs and losses in business. 
2.3. Employees’ Job Satisfaction 
Job satisfaction is a positive attitude and behavior at workplaces and influence employees to commit with their 
job requirement (Vroom, 1964). Thorough Empirical investigations have been conducted by various scholars on the 
determinants of job satisfaction with vary contexts of organizational behavior (Darwish, 2000) management 
encouragement (Burke, 2003); (Burke & Greenglass, 2001) and organizational support which are significant in 
determining factors of employees turnover (Maslach, Schaufeli & Leiter, 2001); (Rude, 2004).  
In human resources perspectives, job satisfaction refers to a person’s feeling of satisfaction on the job, which acts 
as a motivation to work. It is not the self- satisfaction, happiness or self- contentment but the satisfaction on the job. 
The term job satisfaction was brought to limelight by (Hoppock, 1935). Hoppock (1935) describes job satisfaction 
as, any combination of psychological, physiological and environmental circumstances that cause and person 
truthfully to say “I am satisfied with my job”.  
Job satisfaction means employee’s emotion to the extent of like and dislikes of his or her job (Spector, 1977). 
While Brief (1998), argued job satisfaction is one’s feelings and thoughts towards jobs that expressed affectively or 
cognitively to some degree of favour or disfavour experience. Thus, job satisfaction represents emotional, feeling 
and thought, and perception of employees towards their workplace in many perspectives.  
It is about the employees’ perceive and feel about the work environment, such as pay (Shaw et. al., 1998); career 
promotions (Labov, 1997); benefits (Alexander, Bloom & Nuchols, 1994) relationship, reciprocal, engagement 
(Cappelli, 1992) and many others.  Employees feeling of dissatisfaction reflects the decision of leaving the 
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organization. For example, if there are unfairness in the pay of salaries, limited growth opportunity, etc. Lack of 
benefits and trust by employers to employees will initiate dissatisfaction and in turn contribute to employees’ 
turnover. Hence, the purpose of this study was to identify factors that are consistent and valid in driving the job 
satisfaction of  private hospital nurses in the Klang Valley which lead to high turnover rate.  
In contrast, dissatisfaction effects organization in negative ways. Dissatisfaction in turn will lead to stress, which 
drives employees’ feeling of unhappiness with their job. According to Branham (2005) found 25% to 50% workers 
feel some level of dysfunction due to stress. As a result to this feeling, employees attitudes suggest negative effects, 
such low productivity and quitting the company. The causes of stress may come from lack of facilities, equipment 
and tools to produce or work efficiently on the job. All these resulted in lower productivity and higher turnover. In 
this sense, employers are more concern to the revenue, profit and productivity rather than employees’ wellbeing who 
are working for them. This will definitely lead to job dissatisfaction and resulted in employees to resign and jumping 
to other company that offer better benefit and advantages (Kaye & Jordan-Evans, 2000). Another cause is lack in 
communication at workplaces, contribute to high rate of job dissatisfaction. According to Branham (2005), 
ineffective communication at work places may result in employees’ feeling being disconnected from organizations’ 
general and mutual feeling. This can be due to uncertainty in employees’ position and purpose in organization. This 
will result in employees failing to recognize their performance measures moving up and no sense of improvement. 
Thus, communication in between employers and employees are equally important in ensuring the stability and 
harmonization at workplaces. 
3. Methodology 
3.1. Participants 
The participants of this study were nurses serving private healthcare organization within the Klang Valley. 
Simple random sampling technique was used to select the respondents. Therefore, the sample size that represents the 
total population was based on the (Krejcie & Morgan, 1970) sample size measurement. The total population was 
340 and the appropriate sample size for the study was 181. However, survey was influenced and limited by the 
responses rate of the participants. The time taken by each respondent to fill up the survey form was a limitation to 
the smooth survey. 99% of the respondents completed the questionnaire, and only 1% was unable to complete it. 
According to Hair et. al. (2006), the sample size of 179 respondents was appropriated and acceptable for analysis 
which was greater than 100 samples.  
3.2. Demographic Analysis 
The demographic analysis measured the respondents background, based on gender, age, types of shift, length of 
and working experience. The analysis identified, majority of the respondents were female with total of 173 (87.8%) 
and less  
dominant by male nurses with total of 24 (12.2%). This showed that in terms of gender, majority of the nurses were 
predominantly female. The analysis also discovered, most of the respondents were within the age of 21 to 30 years 
old, with total of 141 (71.6%). While 40 (20.3%) were between 31 to 40 years old. At this point, the study 
concluded, most of the respondents were at the ideal age to represent the current trend of employees at workplace.  
In this study, there were four work shift, the day only, the evening only, the night only and rotation. The shifts 
indicated the nature of the respondents’ work routine. Therefore, the findings indicated that most of the respondents 
(n =141, f=  
71.6%) works in rotation shift - rotated in days, evenings and nights. However, there were also fixed shift based on 
the day (n = 51, f =26%), evening (n =3, f = 1.5%) and only one working the night shift. Final analysis of 
demographic factor represents the length of working experience. Majority of the respondents have worked in the 
healthcare industry between 3 to 5 years (n = 82, f = 41.6%). There were a slight difference between 6 to 8 years (n 
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= 32, f = 16.2%) and 9 years (n = 29, f = 14.7). However the number of nurses working less than 2 years also 
showed the greatest number of working experience. Result of demographic analysis is depicted in Table 1 below.  
      Table 1. Demographic Analysis 
Demographic Factors Analysis 
N Frequency (%) 
Gender Female 
Male 
173 
24 
87.8 
12.2 
Age 20 years and below 
21-30 years old 
31-40 years old 
41-50 years old 
51 years and  above 
4 
141 
40 
11 
1 
2.0 
71.6 
20.3 
5.6 
0.5 
Types of Shift Day only 
Evening only 
Night only 
Rotation 
51 
3 
1 
141 
26.0 
1.5 
0.5 
71.9 
Length of working experience Less than 2 years 
3-5 years 
6-8 years 
9 years and above 
54 
82 
32 
29 
27.4 
41.6 
16.2 
14.7 
4. Findings and Discussion 
4.1. Normality Test 
A normality test was also included in the assumption of the correlational analysis. Thus, the data was tested for 
normality in order to identify the shape of its distribution. The shape of its distribution should be normally 
distributed about the  
predicted dependent variable scores. The normal distribution makes a probability plot when it is distribute at a 
straight diagonal line. After data screening and cleaning were conducted, violation of the assumption was checked 
by running the descriptive statistics. The result of skewness and kurtosis values were attained and this will indicate 
whether the data is normally distributed or not. According to Hair et. al. (2006), normal distribution is acceptable 
when the skewness and kurtosis values is in the range of +/-3. Therefore, based on the test and as shown in the table 
below, the data was determined as normally distributed, since the values of skewness and kurtosis were in the range 
of +/-3 for each variable.  Table III illustrated the normality results of skewness and normality values.  
      Table 2. Normality Analysis 
Variables Normality Analysis 
Skewness Kurtosis 
Nature of Work -0.334 -0.61 
Salary 0.176 -0.772 
Managerial Support 0.367 -0.138 
Promotion 0.310 0.034 
Co-Worker Support 0.717 0.952 
4.2. Reliability Test 
In accessing the data from the five variables summed to determine the job satisfaction factors scores formed a 
reliable scalesThus, the realibility test using the Cronbach Alpha values was conducted prior to further analysis. The 
alpha values for  
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the nature of work (0.861), salary (0.932), managerial support (0.949), promotion (0.880) and co-worker support 
(0.954) indicated that the items formed a scale of reasonable internal consistencies in its reliability. The highest 
correlation for each item with at least one item in the constructs was between the value of 0.3 and 0.85. Therefore, 
all of the items correlate adequately in the constructs. 
        Table 3. Reliability Analysis 
Variables Reliability Analysis 
Numbers of Items Cronbach Alpha 
Values Initial Final 
Nature of Work 4 4 0.861 
Salary 4 4 0.932 
Managerial Support 4 4 0.949 
Promotion 4 4 0.880 
Co-Worker Support 4 4 0.954 
4.3. Factor Analysis 
Principal Component Analysis with Varimax Rotation and Kaiser Normalization was conducted to assess the 
underlying structures for the 20 items of work environment. The normality of the distribution in this study were 
approximately normally distributed, the skewness values were between -3 and 3. The result indicated there were 
four constructs after running the Factors Analysis. The result was determine based on the initial Eigenvalues. The 
assumption explained the total variance as greater than 1.0 which is common criterion for a factor to be useful 
(Morgan, Barrett & Leech, 2011). The construct namely Factor 1 as Benefits and Salary; Factor 2 represents Co-
Worker Support; Factor 3 as Managerial Support and Factor 4 as Employee’s Career Development. The rotation 
accounted for Factor 1 was 27.61% of the variance. While Factor 2 accounted for 19.98%, Factor 3 accounted for 
18.44% and finally Factor 4 accounted for 12.49 %. The results for the items and factor loading for the rotated 
factors with loading less than 0.40 was omitted to improve clarity. This is shown in Table IV.  
Item 19 “My hospital conduct appraisal process at least one a year” was deleted due to result loading less than 
0.40. The Kaiser Meyer Olkin (KMO) measured should be greater than 0.70, it is inadequate if the value is less than 
0.50 (Morgan, Barrett & Leech, 2011). In this study, the KMO value was 0.923 which can be interpreted as 
adequate to predict each factor. The Bartlett test conducted is significant if the value is less than 0.005. In this study, 
the finding indicated that all the items measured were highly correlated to provide reasonable bases for factor 
analysis. The rotated factor matrix is key to understanding the results of the analysis. From the analysis of the 20 
items of factors to job satisfaction is divided into four constructs. The items were sorted from items that have the 
highest loading from Factor 1 (Benefits and Salary) and listed first in example item 12 “My current salary meets my 
qualification” with a loading of 0.825 to the one with the lowest loading from Factors 1 in example of  item 9 “The 
working environment at the hospital is very conducive” with loading of 0.558.  
Next, the four items that have the highest loading from Factor 2 (Co-Worker Support) were listed from the 
highest loading, as item 25 “My colleagues give me opportunities to contribute ideas from various perspectives with 
loading of 0.895 to the lowest, item 23 “My colleagues always share information and knowledge to enhance the 
quality of our performance” with loading of 0.857.  
Furthermore, the four items which result to the highest loading from Factor 3 (Managerial Support) with loading 
0.875 to item 18 “My supervisor gives support through recognition of my work and lowest factor loading of 0.820 to 
item 17 “My  
supervisor provides me with continuous feedback to help me achieve the goals. In final, Factor 4 presented only 
three items from items 7, item 10 and item 8 represent as items for construct Employees Career and Development. 
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    Table 4. Factor Analysis 
Items Job Satisfaction 
Factor Loadings 
Factor 1 Factor 2 Factor 3 Factor 4 
My current salary meets my qualification  
My hospital practices satisfactory increment and salary 
scheme  
My salary is equitable to the job that I do  
My hospital offers satisfactory promotion opportunities to 
employees  
My hospital provides basic allowance schemes e.g. extra  
loading allowance, travelling, etc  
My hospital always gives bonus to employees  
My hospital practices increment and salary scheme  
after conducting an appraisal  
The working environment at the hospital is very  
conducive  
0.825 
0.817 
 
0.802 
0.767 
 
0.759 
0.707 
0.703 
 
0.558 
   
My colleagues give me opportunities to contribute ideas 
from various perspectives  
My colleagues always give moral support to perform my  
task  
My colleagues can cooperate well with me  
My colleagues always share information and knowledge  
to enhance the quality of our performance  
 0.895 
 
0.876 
 
0.859 
0.857 
  
My supervisor gives support through recognition of my  
work  
My supervisor offers suggestions to improve the quality of 
my work  
My supervisor makes me feel contented working under 
his/her supervision 
My supervisor provides me with continuous feedback to  
help me achieve the goals  
 
  0.875 
 
0.863 
 
0.840 
 
0.820 
 
My current job gives me an opportunity to use my skills  
and abilities  
My current job meets my career objectives  
My hospital offers training for a better work productivity 
   0.867 
 
0.759 
0.614 
5. Conclusion 
To sum up the discussion, the study has objectively identify the factors that contribute to employees’ job 
satisfaction. To uncover the objective of the study was conducted on private healthcare organizations nurses in the 
Klang Valey. The result indicated that benefits and salary, organization social support including co-workers and 
managerial support, and working conditions which support employees’ career development, enhance the job 
satisfaction of the nurses.  
Factor validity is usually assessed using either the exploratory or the confirmatory modes. Exploratory factor 
analysis (EFA) was conducted due to uncertainty about the dimensionality of factors that involved in measuring job 
satisfaction. In contrast, refer (Byrne, 2010); (Mahmoud, 2012) explored the dimensionality of JSS through EFA 
during the investigation focused on assessing job satisfaction among nurses within public hospitals in Damascus, 
Syria. Consequently, it was found that JSS consisted of three factors known as recognition, work nature and 
communication. While refer to Md. Rifayat Islam et. al. (2012) indicated there were nine dimensions namely, 
Coordination and Leave Facility, Reward & Future Opportunities, Vision of the Company, Work Process, 
Empowerment, Peer Relationship, Health & Insurance Policy, Strategy of the Company and Fair Retirement Policy 
was homogeneously loaded to the different factors. This means that each of the nine dimensions loaded into related 
factors are all related to job satisfaction.  
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From the findings, it can be recommended that the management of private healthcare companies should consider 
formulating a convenient and valuable reward and benefit to the employees so that they will remain satisfy with 
their job. Improvisation in the compensation policy will enhance their commitment to company. In other 
perspectives, practice effective communication between supervisors or management level and employees and 
employees-employees. This will reduce conflict and stress at workplaces. In addition employer is advised to 
participate with employees work such as knowledge sharing, mentoring and coaching employees’ performance and 
always discuss with employees to solve problems and innovate new ideas. There is no denying that job satisfaction 
at workplace is important to retain and sustain human capital in organization strategy, especially in minimizing the 
cost of employees’ turnover. 
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